Introduction
Hope, the perceived capability to derive pathways to desired goals and motivate oneself via agency thinking to use those pathways (Snyder 2002) , is a core construct in the field of positive psychology.
Empirical research has shown it to be an important psychological resource for positive human development and related to academic achievement, physical health, and psychological adjustment throughout life (Snyder 2002) . Scholars in organizational behavior (Luthans and Jensen 2002) , vocational psychology, and career counseling (Juntunen and Wettersten 2006) shown that it correlates positively with career development variables such as career planning (Kenny, et al., 2010) , career decision-making selfefficacy beliefs (Juntunen & Wettersten, 2006) , and vocational identity (Diemer & Blustein, 2007; Juntunen & Wettersten, 2006) . However, the mechanisms of how hope is related to career development have not been clearly addressed, and there is a need for more empirical research on how and to what extent hope affects the career development process. For example, the current career environment calls for increased selfdirectedness and proactivity in career development to achieve subjective and objective career success (Fuller and Marler 2009) . Due to the importance of hope in active coping and proactive goal pursuit (Snyder 2002) , it is reasonable to assume that hope is positively related to proactive career behaviors.
However, this relation has not been investigated.
Moreover, research suggests that hope is positively related to general and work-specific well-being (Luthans et al. 2007 ). Because career development is an important task for many people, it seems likely that the positive relation of hope to life and job satisfaction can at least partially be attributed to the relation of hope to career development. However, research to date has not investigated such mediation mechanisms. Knowledge regarding the relation of hope to career development is pivotal to empirically support theoretical accounts of the importance of hope in career development and career counseling. A better understanding of the functions of hope in career development may also contribute to enhanced career counseling and human resource development practice due to the emerging appreciation of how hope can be changed in non-clinical populations (Feldman and Dreher 2012) .
In the present paper, I propose and empirically evaluate a model that asserts that dispositional hope is significantly related to more proximal attitudinal career development variables in terms of career planning, career decidedness, and career self-efficacy beliefs. In turn, I investigate whether the relation between dispositional hope and proactive career behaviors can be explained by indirect effects acting through these career variables. Moreover, I explore whether the relation of hope to life and job satisfaction can be partially attributed to more favorable career development attitudes that are related to dispositional hope.
To summarize, the aims of the present paper are
( 
Hope and Career Development Attitudes
In this paper, I focus on dispositional hope (Snyder et al. 1991) Empirical studies have established that dispositional hope is highly correlated with state hope at any given moment (Snyder et al. 1996) and that dispositional hope is related to important life outcomes in academics, health, and psychological adjustment (Snyder 2002; Alarcon et al. 2013 ).
Research has further established that dispositional hope is conceptually and empirically distinct from related constructs such as generalized self-efficacy, self-esteem, and optimism (Alarcon et al. 2013; Snyder 2002 ) and has confirmed that hope explains unique variance in well-being, above and beyond such related constructs (Magaletta and Oliver 1999) .
The unique contribution of hope is that it combines agency and pathways thinking. As such, it is more specifically concerned with the actions (i.e., pathways) one can take to achieve positive future outcomes as compared to optimism, self-esteem, or generalized self-efficacy. In addition, it includes the component of agency thinking that is not present in optimism (for futher elaborations see Luthans and Jensen 2002; Snyder 2002; Alarcon et al. 2013 ). 
Hope and Proactive Career Behaviors
In addition to planning, decidedness, and selfefficacy, the present manuscript also focuses on proactive career behaviors as another important career outcome of dispositional hope. The current career environment increasingly demands selfdirectedness in one's career (Stickland 1996) , and proactive career behaviors have gained increased importance (Parker and Collins 2010) . Empirical research has confirmed that proactive career behaviors, such as networking and career initiative, are positively related to objective and subjective career success (Fuller and Marler 2009) . In the present paper, I propose that hope is an important construct for understanding individual differences in such proactive career behaviors.
Theoretically -and confirmed by empirical research -hope is an important factor in human agency because it increases a person's motivation to pursue goals, to persist in goal pursuit, and to bounce back in the face of failure (resiliency). Hence, hope is important in explaining individual differences in goal attainment (Snyder 2002) . I assume that hope can also increase a person's proactivity in career management because it is likely to enhance proactive motivation . Hope could lead to positive arousal and persistence in pursuit of one's goals (i.e., "energized to" motivation) with regard to pathways thinking and increased confidence that one is capable of reaching one's goals ("can do" motivation) as per agency thinking. In addition, hope is closely connected to meaning because selfreflections about personal goals and one's perceived progress in reaching those goals are pivotal to creating meaning in life and work (Snyder 2002 ).
Hence, hope should also enhance "reason to"
proactive motivation ) because goal pursuit is perceived to be more personally meaningful for a high-hope person. In sum, I
postulate that dispositional hope is a resource that promotes proactive engagement in vocational pursuits and career management and propose the following hypothesis: Finally, self-efficacy beliefs form a core component of human agency that is important for performance and the active pursuit of valued goals in a given domain (Bandura 2006) . Empirical research has confirmed that career decidedness is positively related to career exploration and career planning (Creed et al. 2007; Hirschi et al. 2011) , that career planning is positively related to career exploration (Creed et al. 2009) , and that career self-efficacy is positively related to career exploration (Creed et al. 2007 ) and job search behaviors (Kanfer et al. 2001 ). Building upon 
Career Development as Mediator between Hope and Life and Job Satisfaction
Supporting the assumption that hope is important for active coping and goal pursuit, previous research has shown that hope is positively related to life satisfaction (Bailey et al. 2007 ). In the work domain, research has established that hope and the related concept of psychological capital (which combines hope with optimism, self-efficacy, and resilience) are positively related to job satisfaction (Luthans et al. 2007; Avey et al. 2011) . In the present paper, I
propose that these effects can be partially explained by the positive relation between hope and career development attitudes.
Because career development and preparation is an important task in emerging adulthood (Super et al. 1996) , I expect that students who feel better prepared for their career in terms of more planning, 
Method

Participants and Procedure
The working sample consisted of university alumni of a German university who had provided their email addresses as students in a questionnaire on career development while in their last year of study. Participants were contacted directly by email (N = 520) and invited to complete an online questionnaire. Of the 520 persons contacted, 45% (n = 233) responded. Of these, 65% were female. The average age of the respondents was 27 years, with a standard deviation of 4 years. Thirty-nine percent of the respondents had a Bachelor's degree, 50% had a
Master's degree, and the remaining 11% indicated that they had other degrees or provided no answer.
The respondents worked in a diverse range of industries, the largest being business administration (28%), education (15%), culture/communication (8%), and management (8%).
The student sample was recruited at a German university by inviting all students in their second and third years of study (approx. N = 3,500) by email to participate in a study on career development. The response rate was 38% (n = 1,334). The sample was 66% female. The average age was 24 years with a standard deviation of 3 years. The average number of study semesters was 4, with a standard deviation of 2 semesters. The respondents were enrolled in a variety of majors, ranging from mechanical engineering to social work, with the largest groups being in the fields of business /economics (30%), education (18%), social/political science (16%), psychology (11%), and environmental science (11%).
As is customary in Germany, race was not assessed in either sample. Participation in a lottery drawing offering two prizes of EUR 450 each were offered as an incentive for both samples.
Measures
Cronbach's alpha estimates, means, standard deviations, and correlations between measures are reported in Table 1 .57, and significant relations to subjective well-being and other job satisfaction measures.
Results
Confirmatory Factor Analysis and Measurement
Model
Prior to hypothesis testing, I tested several measurement models, each including hope, career planning, decidedness, and self-efficacy plus one of the criterion variables (i.e., career engagement, life satisfaction, or job satisfaction) with confirmatory factor analysis (CFA) using Mplus 6.11 (Muthe n and assessed the measurement models with life satisfaction for the student sample and job satisfaction for the working sample and obtained 
Test of Hypotheses
Bivariate relations. The bivariate correlations reported in Table 1 For self-efficacy a negative indirect effect was indicted, contradicting and refuting H3c. However, this might be explained by a suppression effect; selfefficacy showed positive bivariate correlations with hope and career engagement. Because only unique variance is accounted for when testing specific indirect effects, the part of career self-efficacy which is independent of hope, career decidedness, and career planning might represent a more passive, undirected content with one's own abilities that is negatively related to engaging in career behaviors.
H3b was rejected because no indirect effect through decidedness was observed in the working sample. In the student sample, a significant direct effect of hope on proactive career behaviors, controlling the effects of the assessed career development attitudes, was observed. The results also revealed a significant total indirect effect and significant specific indirect effects for planning, decidedness, and self-efficacy. These results confirm H3a, H3b, and H3c for the student sample.
Regarding the relation of hope to job satisfaction in the working sample, hope was not found to have a significant direct effect on job satisfaction above and beyond the effects of planning, decidedness, and selfefficacy. However, there was a significant indirect effect, mediated by increased career decidedness. No mediation by planning or self-efficacy was observed.
The results confirm H4b but refute H4a and H4c for the working sample. In the student sample, hope exhibited a significant direct effect on life satisfaction, controlling for the effects of the career variables. The results also revealed a significant indirect effect of hope on life satisfaction, mediated through career planning and career self-efficacy but 
Discussion
Recent scholarly work in positive psychology, organizational behavior, and career development has suggested that hope is a critical psychological resource related to positive human development in various life domains, including vocational pursuits.
The research described in this paper was conducted to expand the body of knowledge in this area by investigating, using a working sample and a student sample, whether and how dispositional hope is related to career development in terms of important career development attitudes among students and professionals (i.e., career planning, decidedness, and self-efficacy beliefs) and whether these career variables mediate the relation of hope to proactive career behaviors and life and job satisfaction.
One advantage of the present study is that two distinct samples in different career stages were investigated. This provides the opportunity to conduct cross-validation of obtained results as well
as establishing boundary conditions. The results of the study showed that among both university students and young professionals, dispositional hope is significantly related to but empirically distinct from career planning, decidedness, and self-efficacy beliefs. These results enhance the current literature by showing that not only different measures of work hope (Kenny et al. 2010; Juntunen and Wettersten 2006; Diemer and Blustein 2007) but also a more general disposition of hope is related to important career attitudes. These results also contribute to the literature on career adaptability among adults (Savickas 1997) and career preparation of students (Skorikov 2007) by showing that dispositional hope should be considered an important resource related to higher indicators of career adaptability and preparation.
Further advancing the current literature, the present study showed that hope is related not only to career attitudes but also to proactive career behaviors among students and employees.
Specifically, within both samples, hope had a significant direct effect on proactive career behaviors, above and beyond career decidedness, planning, and self-efficacy beliefs. As I was also able to show, within both samples, the relation of hope to proactive career behaviors can be partially explained by the positive relation of hope to increased career planning. Given the importance of proactivity in the current work and career environment (Parker and Collins 2010) , this finding has important implications for the larger literature on self-directed career management and new careers (Arnold and Jackson 1997 In the student sample, I was able to verify previous research that found positive relations between hope and life satisfaction (Bailey et al. 2007 ). This confirms the importance of dispositional hope for psychological well-being. Advancing extant research, the present study was able to show that this relation can be partially attributed to the positive relation of hope to increased career preparation, specifically, more career planning and stronger career self-efficacy beliefs. These findings support theoretical accounts that career preparation is an important developmental task in emerging adulthood (Super et al. 1996) and that students who are better prepared for their future careers experience greater well-being. However, apart from these indirect effects, dispositional hope was found to be positively related with life satisfaction above and beyond the effects of the assessed career development attitudes.
This supports the notion that hope is a construct with broad effects that might increase life satisfaction via multiple pathways.
When comparing the different effects of dispositional hope on job vs. life satisfaction, the results of the bias-corrected 95% confidence interval for the estimated population effects suggest that the direct effect on life satisfaction is significantly higher than that on job satisfaction. In contrast, the indirect effect through career planning, decidedness, and selfefficacy is stronger for job satisfaction as compared to life satisfaction. This is a meaningful result because it shows that the more general disposition of hope is more directly related to more general (i.e., life) outcomes while its effects on domain-specific (e.g., career, job) outcomes is mediated by more domain-specific variables. This is in line with the bandwidth-fidelity argument (Cronbach 1984) and implies that researchers interested in the functions of hope in the career domain need to take more specific mediators into account in order to better explain specific career and work outcomes.
Limitations and Conclusions
One limitation of this study is that only cross- might explain how and why hope is related to career development and well-being. Finally, the working sample was much smaller than the student sample which means that detecting significant effects was more difficult due to larger margins of error in the estimates of this group. Moreover, this also means that the power of the analyses to detect significant effects was weaker in the working sample. Hence some differences between the results obtained from the two samples might be explained by the different power of the analyses within the two samples (e.g., that the sum of indirect effects from hope to proactive career behaviors was significant in the student sample but not in the working sample or that the direct effect of hope on job satisfaction was not significant in the working sample but the direct effect on life satisfaction was significant in the student sample).
Despite those limitations, this study provided important new insights into the relation of dispositional hope to career development and wellbeing across career stages. In summary, the results confirm that researchers and practitioners in career development can regard hope as a meaningful concept and resource for students and employees.
However, the present study also cautions that the mechanisms of how hope is related to career development and well-being might be different at different career stages, which warrants future inquiry and nuanced approaches in practice.
